Although there has been significant research into coping with work stress, support mobilization has been largely overlooked. When workplace stressors adversely influence employees, they often turn to colleagues and supervisors for feedback and support. This article outlines the development of a new multidimensional measure of support mobilization:
Interpersonal conflict, work overload, technological changes, restructuring and downsizing are just some of the workplace stressors employees increasingly face in the globalization-sensitive new millennium (Winefield, 2002) . For the majority of workers, with the presence of workplace stressors comes the experience of stress and potentially, reductions in mental health, job satisfaction and productivity (see Lawrence and Callan, 2011; Sutherland and Cooper, 2000) . In their highly influential stress and coping theory, Lazarus and Folkman (1984) argue that once a situation is appraised as stressful, an individual activates a coping response with the aim of reducing their experience of stress. Enacting functional coping responses alleviate the negative effects of stress on both short-term (e.g., state affect, physiological states) and long-term outcomes (e.g., job satisfaction, turnover intentions, psychological well-being; Lazarus and Folkman, 1984; Masel, Terry, and Gribble, 1996) .
Coping in organizations has been a widely researched area and there is a clear link between functional coping and the ability of the individual to alleviate the longer-term negative consequences of stress Folkman, 1984, Skinner, Edge, Altman and Sherwood, 2003) . Coping responses range from intrapersonal 'problem-focused' strategies such as planned problem-solving, intrapersonal 'emotion-focused' strategies such as wishful thinking, to interpersonal behaviors such as support mobilization. The latter is defined as a process of active seeking, obtaining and utilizing support from others in response to stress (Lazarus and Folkman, 1984; Folkman and Lazarus, 1985; Skinner et al., 2003) .
Although employees' use of intrapersonal coping strategies has been extensively researched (see Dewe, Cox, and Ferguson, 1996; Masel et al., 1996) and the conceptualization and operationalization of these strategies have been thoroughly critiqued (e.g., Guppy et al., Skinner et al., 2003) , little attention has been paid to support mobilization coping conceptually, operationally or empirically. Nor have researchers conceptually and empirically considered the influence of mobilizing different supportive functions (e.g., emotional) from different sources of support (e.g., colleagues; see Carver, Scheier, and Weintraub, 1989; Wills and Shinar, 2000) .
The lack of attention paid to support mobilization is quite surprising given researchers' focus on the associated concept of social support. Social support, whether in the guise of social integration, social network structure, or relational support concepts such as perceived support availability or received support, has been extensively researched and critiqued (Anderson, 2008; Cohen and Wills, 1985; Lawrence, Gardner, and Callan, 2007; Schwarzer and Leppin, 1991) . Our aim in this article is to fill a gap in the literature in relation to workplace support mobilization by developing a work-applicable multi-dimensional conceptualization and operationalized measure of support mobilization.
In this article, and in line with stress and coping theory (e.g., Lazarus and Folkman, 1984, p. 327) , we conceptualize support mobilization, at a basic level, as the overt seeking, obtaining and utilizing of helpful support from others in response to situational work stress. In line with the social support literature (House, 1981; Terry, Rawle, and Callan, 1995) , we further contend that the 'support' employees mobilize consists of different supportive functions (e.g., emotional, informational, instrumental, appraisal) from different sources of support (e.g., supervisors, colleagues, and external, non-work people). We note that the mobilization term is often used interchangeably with support seeking, but we specifically focus on mobilization as a label for the construct. This label more accurately encompasses the theorized interpersonal behavioral process enacted to cope with stress and this is reflected in the scale we have developed. We do not suggest that our scale will assess issues like the F o r P e e r R e v i e w 3 quality, satisfaction, or reciprocity of that support (Schwarzer and Leppin, 1991) , as this is outside the scope of our research.
The aim of our research is to fill a gap in the literature in relation to workplace support mobilization by developing a work-applicable multi-dimensional conceptualization and operationalized measure of support mobilization. We note that comprehensive measures of perceived available support exist (e.g., Lawrence et al., 2007) . However, in our research we are focusing on the mobilization of support, that is, we are not focusing on what support is theoretically available, but rather the actual support that is mobilized. We argue that our conceptualization underlying this new measure has the advantage of bringing the coping strategy literature in line with the social support literature to focus more explicitly on the mobilization of distinct supportive functions from distinct sources.
Organizations are increasingly being structured around interdependent work teams (Salas, Cooke, and Rosen, 2008) . When problems such as workload changes or interpersonal conflicts arise, employees will often need to mobilize support from their colleagues (Zellars and Perrewe, 2001) . New employees additionally look to colleagues for advice and feedback about their work roles and to understand workplace social norms (Morrison, 1993) .
Alternatively, employees primarily seek official organizational support by approaching their frontline supervisors (Callan and Lawrence, 2009 ). Some employees who may feel vulnerable at work might look to other sources for support, such as non-work friends and family (Lawrence, 2006) . We argue that our new measure will allow for a deeper insight into the circumstances under which specific supportive interactions are mobilized in response to different workplace stressors.
Moreover, we argue that the new multi-dimensional inventory can be a valuable tool when HR managers are planning and evaluating targeted workplace interventions. HR managers in organizations typically implement a range of organizational (work-and interface-F o r P e e r R e v i e w 4 directed) stress management programs to improve the support structures that will enable employees to cope more effectively with new employment and ongoing organizational changes (Wall and Wood, 2005) . Information obtained from the new measure, for example, will allow HR managers to gauge from employees' mobilization behaviors the success (or otherwise) of their efforts to train supportive supervisors and develop supportive climates and positive socialization initiatives within organizational units and work teams.
In this article, we first develop a framework of work-related support mobilization that reflects the multidimensional nature of the concept and position it within stress and coping theory. Next, based on the newly developed framework, and an examination of existing scales, a multidimensional operationalized scale of support mobilization is developed that examines support mobilization coping behaviors in organizational settings. This scale measures both function and source of support mobilization for the specific context of work related problems. Finally, after development of the new inventory, we show evidence of the construct validity (factor structure dimensionality, factor structure replication, convergent and discriminant validity) and criterion-related validity of the new measure through a series of analyses conducted on data from two studies.
Framework for understanding support mobilization
The existing literature has many examples of the inconsistent conceptualization of support mobilization (see reviews by Schwarzer and Leppin, 1991; Skinner et al., 2003) . Generally, support mobilization is one form of behavioral social support that is activated in order to deal with specific stressful situations (Schwarzer and Leppin, 1991) . Support mobilization, as an active process resulting in specific behaviors, is distinguishable from other concepts such as perceived available support. The latter is perceptual in nature and explains the degree to which individuals perceive that they can rely on others for support (Edwards, Webster, Van Laar, and Easton, 2008; Lawrence et al., 2007; Schwarzer and Leppin, 1991 Eckenrode and Wethington (1990) propose that support mobilization can be both unsolicited or overtly solicited by an individual. Others such as Cutrona, Suhr and MacFarlane (1990) argue for a more finely grained distinction which identifies a broad range of differing support seeking behaviors from direct complaint, to expressing doubt, and indirectly, via nonverbal emotional displays. It is the overt help-seeking component of support mobilization that has been the major focus in stress and coping research. Researchers such as Lazarus and Folkman (1984, p. 327) are typical of many who view overt support mobilization, that is, the planned seeking, obtaining and utilizing of helpful social support, to be a positive coping strategy employed by individuals in response to a specific stressful event.
In line with the position of stress and coping researchers (e.g., Gore, 1985; Lazarus and Folkman, 1984) , we contend that support mobilization is an active coping response to perceived work stress. Employees overly seek, obtain and utilize helpful support from others.
Although a functional view of support mobilization is tacitly acknowledged in the coping literature, the majority has not covered a range of supportive functions, nor has it explicitly encompassed the dimension of different sources of support (e.g., Carver, Scheier, and Weintraub, 1989; Wills and Shinar, 2000 ; for an exception see Lawrence, 2006) . Thus utilizing the social support literature, we further argue that the 'support' being mobilized in supportive transactions comes from a variety of sources within a person's social network and can serve different functions (House, 1981) . Employees can seek emotional (e.g., shows of concern or listening to the individual's problems), informational (e.g., the provision of advice), instrumental (e.g., the provision of active help with regards to aid in kind, money, labor, time or modifying the environment), or appraisal support (e.g., the provision of information relevant to self-evaluation, in the form of affirmation, feedback and social comparison) from three primary source categories: their supervisor, colleagues or external F o r P e e r R e v i e w 6 non-work sources, such as their partner, family, friends (see House, 1981; Lawrence, 2006; Terry et al., 1995; Thoits, 1986) .
In this way, we conceptualize work-related support mobilization as a superordinate construct, where supportive functions mobilized from specific sources represent the first-order factors, and the distinct sources of support reflect the second-order factors (see Figure 1 ; Edwards, 2001; Williams, Edwards and Vandenberg, 2003) . Based on the source of support framework (Cohen and McKay, 1984; Thoits, 1986) , it is expected that individuals mobilize a distinctive pattern of supportive functions from each source of support. Past work by Lawrence et al. (2007) has successfully adopted and operationalized this multidimensional conceptualization of support with regards to perceptions of work support availability. It is this framework that we use in our research.
The role of support mobilization in shaping organizational outcomes
Consistent with stress and coping theory (Lazarus and Folkman, 1984) , empirical research in the occupational domain reveals that support mobilization directly influences workplace perceptions and behaviors. For example, researchers have found that global support mobilization is positively related to job satisfaction (Koleck, Bruchon-Schweiter, Thiebaut, Dumartin and Sifakis, 2000; Welbourne, Eggerth, Hartley, Andrew, and Sanchez, 2007) . Chiaburu, Marinova, and Lim (2007) found that support mobilization was positively correlated with interpersonal helping behaviors, a facet of organizational citizenship behaviors. In related research, researchers have found that support-related concepts such as leader-member exchange (LMX) relationships (Bernerth et al., 2007; Ilies, Nahrgang, and Moregeson, 2007) and perceptions of organizational support (Maertz, Griffeth, Campbell, and , 2007; Randall, Cropanzano, Bormann and Birjulin, 1999) are positively related to organizational citizenship behaviors and turnover intentions.
The evidence linking emotional support mobilization in particular to organizational outcomes is limited. Zellars and Perrewe (2001) found that the mobilization of support about negative issues increased emotional burnout whereas the mobilization of support about positive issues results in lower emotional burnout. Morrison (2004) reported that work-based friendship opportunities (which would involve reciprocal emotional support mobilization behaviors; see Wills and DePaulo, 1991) was positively correlated with job satisfaction and negatively correlated with turnover intentions. Other related evidence comes from what some researchers call emotional approach coping (i.e., emotional expression). Ashford (1988) found that emotional approach coping (linked to support mobilization, significantly reduced the effects of stress on employees undergoing organizational change, but found no effect for information support mobilization (see also Stanton, Kirk, Cameron and Danoff-Burg, 2000) .
Overt information and feedback acquisition influences both job satisfaction and turnover intentions (Cooper-Thomas and Anderson, 2002; Wanberg and Kammeyer-Mueller, 2000) .
Research suggests that new employees seek information and feedback to reduce uncertainty about their job role and their interpersonal behavior within the context of new organizational norms and this, in turn, positively influenced their job satisfaction, performance and turnover intentions (Ashford, 1986; Morrison, 1993) . Saks and Ashforth (1997) found that these relationships hold when information or feedback is sought from either supervisors or colleagues, whilst other researchers report differential mobilization patterns dependent on the source of support (Callister, Kramer, and Turnam, 1999; Morrison, 1993) .
In the present article, from the theory and combined evidence presented above, it is expected that support mobilization constructs, operationalized in terms of both distinct supportive functions and distinct sources, would show differential correlation patterns with 
Existing measures of support mobilization applicable to the work context
The literature reveals some inconsistency in the operationalization of the solicited support mobilization construct. A review of the literature suggests only two primary approaches to the measurement of the construct. The first, which has not been widely used, is a measure constructed by Eckenrode (1983) which focuses on five event areas (neighbourhood, family relationships, health, work and finances) and asks respondents to count the number of people who aided the respondent in each event area within the previous year. Thus, the support mobilization measure represents the mean number of contacts per event. From this description alone, we contend that this measure does not assess the concept of support mobilization, but rather the concept of received support, or as Gore (1985) coins it, a social contact variable.
The second approach to support mobilization originates with the stress and coping work of Lazarus and Folkman (1984) and their Ways of Coping Questionnaire (WOCQ). This questionnaire covers the degree to which a variety of coping strategies are enacted when individuals are confronted with a stressful situation. The items themselves are generalized and independent of any reference to a potential source of stress. Researchers tend to specify a specific coping episode or specific period of time in the preamble in order to tap situational behavioral responses, as opposed to a dispositional coping style (i.e., what a person usually does under stress; Carver et al., 1989; O'Driscoll and Cooper, 1996 predominantly consists of 6 items of virtually identical content (e.g., Aldwin and Revenson, 1987; Edwards and Baglioni, 1993; Masel et al., 1996) .
The COPE Scales, developed by Carver et al. (1989) , were devised to overcome the deficiencies of the WOCQ and to provide a more theoretically rigorous approach to conceptualizing coping strategies. The researchers propose two separate scales for support mobilization, 4 items reflecting seeking social support for instrumental/informational reasons and 4 items reflecting seeking social support for emotional reasons. Whilst a factor analysis of these items produced a single factor structure combining both scales (a simple correlation between the two composite scales was r = .69), Carver et al. (1989) argue that it is still important to distinguish between the two support mobilization functions for predicting outcomes. From the review of the WOCQ and COPE above, it is clear that existing measures from the coping field are limited in scope as they are not source specific and at best only assess two supportive functions, emotional and informational support.
Literature in the area of feedback and information seeking during workplace socialization also provides measurement options for assessing some aspects of informational and appraisal support mobilization. Adapting the work of Ashford (1986) , Morrison (1993) developed a scale assessing five different types of information and feedback seeking (technical information, referent information, normative information, performance feedback and social feedback) in the context of a variety of seeking behaviors (e.g., direct supervisor inquiry, experienced peer inquiry, other newcomer inquiry, observations, monitoring supervisors, monitoring co-workers, consulting written sources). Participants are asked to indicate the frequency with which they had engaged in a variety of seeking behaviors.
Although a very useful measure, we argue that the Morrison (1993) scale is too focused on informational and appraisal support (House, 1981) Based on this review of existing measures, there is a clear need for a comprehensive measure that aligns with a multidimensional social mobilization concept in order to account for a range of supportive functions, while at the same time identifying the source of that support, from a range of alternatives inside and outside the workplace. We argue that the Lawrence et al. (2007) inventory reviewed below provides the best template on which to proceed with this task.
Support Mobilization for Work Stressors (SMWS) Inventory development
A measure of social support that is multidimensional in nature and applicable to a variety of work-related contexts is the Support Appraisal for Work Stressors (SAWS) inventory (Lawrence et al., 2007) . The SAWS assesses perceptions of support availability (how much respondents can rely on others for support) for work-related problems, from both a functional and source perspective. It consists of 12 items, 3 items for each of the four supportive functions (emotional, informational, instrumental, appraisal). Respondents rate each item (e.g., How much can you rely on your … to help you feel better when you experience work-related problems?) on a 4-point scale (1 = not at all, 4 = very much) three times, with reference to 3 sources of support: direct supervisor, work colleagues and people outside work (partner/family/friends), thus producing a measure of four supportive functions for each of the three sources of support (12 variables). Internal consistency reliability for the 12 subscales is reported to range from .76 -.90 (Lawrence et al., 2007) . The inventory is also reported to show evidence of content validity, construct replication across samples, discriminant and criterion-related validity, and predictive validity. Clearly, although this is a significant measure, it only assesses the perceptions of available support (i.e. the extent of the support network) and not whether that support is mobilized.
The Support Mobilization for Work Stressors (SMWS) inventory developed in this
research is based on a scale items first established by Lawrence et al. (2007) exactly the same content as the perceived available support inventory items. However, rather than being asked to respond to the item with regards to how much they could rely on a source for a supportive function, the items were adapted to ask the respondent how often they approached a source for a supportive function. The scale anchors were also changed.
The idea of having an identical semantic core in items and using a referent shift (in either the start of the item or in the instructions) to denote a change in focus has been considered a legitimate approach and used in the prior measurement of social support constructs (see Bowling, Beehr and Swader, 2005; Heitzmann and Kaplan, 1988; Wills and Shinar, 2000) . For instance, a range of authors have developed item inventories with two different instruction sets to enable the assessment of supportive functions from different perspectives (Fukada, Jou, Tozuka, and Higuchi, 2001; Jou and Fukada, 1997; Vaux et al., 1986 Vaux et al., , 1987 .
Instructions to respondents, adapted from Lawrence et al. (2007) , were the following:
"Please respond to each question by circling a number from the rating scale below in all three columns. In this way, for each question, you will rate separately your immediate supervisor, your work colleagues and your partner/family/friends. Think about your workplace in the last month. How often did you approach the people listed below when you experienced problems at work?" A month time span focus has been consistently used in the coping literature as a 21 22 23 Skinner et al., 2003; Wills and Shinar, 2000) . A month is a preferred time span (as opposed to the "previous two weeks") to ensure the likelihood of a problematic work event occurring.
In summary, the SMWS assesses twelve constructs, which represents every possible combination of the three sources and four supportive functions. In the research studies to be presented next using the SMWS, we investigate further evidence for the conceptualization of support mobilization as distinguished by both supportive function and source. Following House's (1981) superordinate conceptualization of support, it is expected that each source of support provides four distinct supportive functions: emotional, informational, instrumental, and appraisal.
Study 1
The aim of Study 1 was to initially assess the factor structure dimensionality and reliability of the new SMWS inventory, and examine the criterion-related validity of the SMWS with organizational outcomes. The approach taken to assess the factor structure dimensionality of the SMWS took the form of three sets of confirmatory factor analyses.
Using Anderson and Gerbing's (1988) recommended procedure we first conducted confirmatory factor analyses to determine the fit of each of the a priori source-based measurement models. We then conducted source-based nested model comparisons (see Mathieu and Farr, 1991) to determine whether a four factor solution best represented the data for each source of support mobilized. Finally, to confirm the dimensionality of the overall SMWS factor structure we assessed and compared a source-based superordinate measurement model with a function-based superordinate measurement model (Edwards, 2001; Williams et al., 2003) . A major aim in developing this new inventory was to provide evidence of criterionrelated validity for SMWS. To do this we examined the partial bivariate correlations between the inventory constructs and two organizational attitudinal outcomes (job satisfaction, turnover intentions) and two organizational citizenship behaviors (interpersonal helping, individual initiative). Significant correlations between theoretically relevant variables and the construct of interest have been suggested to be an indication of the criterion-related validity of new constructs (Hinkin, 1998 ).
Method

Procedure
Data were collected through a cross-sectional survey from employees working for an Australian private-sector pathology company. One thousand, nine hundred and seventy-three employees received a self-administered survey via the pathology company's internal mail system and were requested to fill them in anonymously and return them to researchers via a postage-paid return envelope.
Participants
After deleting cases where systematic missing data were present for the variables of interest, 608 useable cases remained from the overall employee response of 657 (30% response rate).
Of the respondents, 84% were female. The mean age category of respondents was 41-45 years, ranging from under 20 to over 60 years. Ten percent had completed postgraduate studies, 20% had completed graduate studies, 41% had completed a diploma, certificate or apprenticeship training and 29% had completed high school as their highest educational achievement. Respondents worked across all 10 possible staff classifications in the company (e.g., but not limited to, administration, pathology collection, laboratory assistants/ technicians, pathologist/medical officer, scientists). In terms of employment status, 50% were full-time, 46% part-time and 4% were casually employed. The mean tenure at the company was 8 years.
Additional measures
Turnover Intentions was assessed with 3 items from Colarelli (1984) . Participants were asked whether they intended or were contemplating leaving their current job (e.g., I frequently think of quitting my job), on a 5-point Likert scale (1= strongly disagree, 5 = strongly agree).
Whilst previous researchers have found Cronbach alpha's ranging from .75 to .77 (e.g., Saks and Ashforth, 1997; Schaubroeck, May, and Brown, 1994) , in this study the alpha was .90.
Job Satisfaction was assessed with five items adapted from those used by Caplan, Cobb, French, Harrison and Pinneau (1975) . The scale assesses generalized levels of job satisfaction (e.g., "All things considered, how satisfied are you with your job?"). Participants were asked to indicate their level of agreement with each statement, using a 5-point Likert scale (1 = very dissatisfied to 5 = very satisfied). Researchers have found this measure to demonstrate high levels of reliability, around the .90 level (c.f. Terry, 1998, 2000) . In this study, the alpha was .82.
Two self-reported organizational citizenship behavior dimensions, Interpersonal
Helping (e.g., I frequently adjust my work schedule to accommodate other employees' requests for time off) and Individual Initiative (e.g., I often motivate others to express their ideas and opinions) were assessed with 5 items each from Moorman and Blakely (1995) . The measures used a 7-point Likert scale (1= strongly disagree, 7 = strongly agree). Fields (2002) reported that reliability for interpersonal helping ranges between .67 and .78, and for individual initiative, between .76 and .80. In this study, the alphas were .76 and .82, respectively.
As Gender, Age, Staff Classification and Negative Affect influences levels of job satisfaction, turnover and organizational citizenship behaviors (e.g., Kosmoski and Calkins, Messer and White, 2006; Neubaurer, 1992) , these variables were controlled for within the analysis of the data. Demographic data, gender (1 = male, 2 = female), age (1 = under 20 years to 10 = over 60 years) and staff classification (1 = employee, 2 = manager), were obtained from the survey. Negative Affect was assessed using ten items from Watson, Clark and Tellegen's (1988) PANAS scale. Respondents indicated the extent to which they generally experienced a range of negative mood states (e.g., Irritable), using a 5-point scale (1= not at all to 5 = extremely). Establishing the measurement properties of the PANAS using a sample of 1000 participants, Crawford and Henry (2004) reported a Cronbach alpha of .85 for this measure. In this study, the alpha was .87.
Inventory dimensionality evaluation results
Data screening for respondent errors and omissions was conducted prior to the analysis.
Forty-nine cases were deleted where more than half the items were systematically missing from a particular support source scale. The remaining proportion of missing data for any particular scale item was 1% or less and after a careful examination, these missing data were deemed more likely to be missing at random (MAR; i.e., ignorable missingness) than missing not at random (MNAR) or missing completely at random (MCAR; Cohen and Cohen, 1983; Howell, 2007) . In order to create unbiased parameter estimates, the remaining missing MAR data were replaced by values estimated by the EM imputation method (Gelman and Hill, 2006; Howell, 2007) in SPSS Statistics, Version 19. The resulting sample size was deemed adequate for performing further analyses (Kline, 2011) .
All confirmatory factor analysis model estimations in Study 1 and Study 2 were conducted on covariance matrices, using the Robust Maximum Likelihood (ML) procedure in EQS 6.1 (Bentler and Wu, 2005) . Adhering to the recommendations of Hu and Bentler (1999) , good model fit (versus acceptable, mediocre or poor fit) was deemed to be demonstrated when the CFI, IFI and NNFI were close to or exceeded .95, the RMSEA was (Kline, 2011) .
Source-based measurement models
Anderson and Gerbing's (1988) recommended procedure was used to conduct confirmatory factor analyses to determine the dimensionality of each of the a priori source-based factor structures. We therefore assessed the fit of the four support functions separately for each source. The a priori four-factor measurement models for the supervisor ( close to or reached .95, the SRMR were below .06, the RMSEA were acceptable, the factor loadings were significant and high, and each functional subscale had a moderate to high level of reliability. Given the combined results, all models were deemed to show good fit (Anderson and Gerbing, 1988; Hu and Bentler, 1999) . Table 1 presents the Cronbach's alphas and correlation table for the four functional subscales mobilized from each of the three sources of support. Table 1 -
Source-based model comparisons
As can be seen in Table 1 , the subscale functions within each source of support have moderate to high correlations with one another. These correlations may be suggestive of multicollinearity and therefore a lack of discriminant validity amongst the functional subscales within each separate source of support. To verify that the four-factor structure, Results from the alternative model estimations and chi-square difference tests (Tables 2,   3 , and 4) confirm a four-factor supportive functional structure for the three sources of support mobilization. The four-factor solutions were as good, or better, than all alternative models. On balance, the model comparison analysis substantiates the notion that respondents did distinguish between the four supportive functions for each support mobilization source.
Superordinate measurement model comparisons
As stated previously, our multidimensional conceptualization of support mobilization is consistent with a superordinate construct, where supportive functions from specific sources represent the first-order factors, and the distinct sources of support reflect the second-order factors. In order to further confirm the dimensionality of the overall SMWS factor structure we needed to assess and compare two further nested measurement models (c.f. Edwards,
2001
; Williams et al., 2003) . In this way we assessed the twelve SMWS constructs together in 21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 Table 5 ). The RMSEA, however, was above .10. The overall measurement model was deemed to be a mediocre fit, given the combined results. Table 5 presents Cronbach's alpha coefficients and the standardized coefficient factor loadings for the SMWS inventory based on the source-based superordinate factor structure findings. Table 5 -
We also examined an alternative function-based superordinate model, in which the four supportive functions were represented as correlated second-order constructs, with sub-scale composites representing each of the sources at the first-order level. For example, informational support was represented as a second-order factor with three source variable indicators (informational support from supervisor, colleagues, and non-work people) formed from mean composites. Equivalent structures were defined for the other three functions. The alternative function-based superordinate factor structure (χ 2 (48) = 2867.68, p < .001; CFI = .53, IFI = .53, NNFI = .35, RMSEA = .31, SRMR = .19) revealed poor fit. A comparison of these two models revealed that a superordinate factor structure where functions form the firstorder constructs under second-order sources better represent the data (∆χ 2 (3) = 2287.51, p < .001). This result provides support for our conceptualization that sources of support form the more fundamental distinction in respondents' mobilization of support.
Criterion-related validity analysis of the SMWS with organizational outcomes
The variables were formed from averaged composites. Gender (M = 1.84, SD = .37), Age 2.00, SD = .50) were controlled for in the partial correlational analysis. As indicated in Table   6 , and as predicted, differential correlation patterns were present between the support mobilization constructs and the organizational outcomes. Significant negative correlations were present between all supervisor support mobilization constructs and turnover intentions, and all non-work support mobilization constructs were positively correlated with turnover intentions. Informational and instrumental support mobilized from supervisors were positively related to job satisfaction, whilst emotional support from colleagues and all four non-work support mobilization constructs were negatively related to job satisfaction.
Mobilizing appraisal support from all three sources and informational and instrumental support from supervisors and colleagues were positively related to interpersonal helping behaviors. With regards to the last OCB variable, whilst only mobilizing appraisal support from non-work people was positively related individual initiative behaviors, all supervisor and colleague support mobilization constructs were positively related to this variable. Overall, these results provide good support for the criterion-related validity of the SMWS constructs with respect to all four organizational outcomes.
---------------------------------
Insert Table 6 -
Study 2
The aim of Study 2 was provide further evidence of the construct validity of the new SMWS inventory, by replicating the factor structure dimensionality and reliability found in Study 1, and assessing the degree of convergent and discriminant validity between the SMWS and the SAWS inventories. To assess whether the analysis results are a pervasive phenomenon and not an artifact of the particular sample used during data collection (see DeVellis, 1991) , the confirmatory factor analyses conducted in Study 1 to assess factor structure dimensionality were repeated on data obtained from a second sample. To further confirm that a new measure has construct validity, researchers have argued that a new measure must show convergent validity (similarity) and discriminant validity (distinctiveness) with other existing measures that purport to assess theoretically similar concepts (Bernerth et al., 2007; Lawrence and Jordan, 2009 ). Convergent and discriminant validity is generally tested by examining correlations between the constructs of interest (Campbell and Fiske, 1959) . In this study, we will examine the degree of convergent and discriminant validity between the new SMWS inventory and the SAWS (Lawrence et al., 2007) perceived available support inventory.
Theoretically, perceived available support is in the same nomological network as support mobilization, as both relate to the meta-concept of relational social support; however, the former is classified as a cognitive form of social support whereas support mobilization is a behavioral form (Schwarzer and Leppin, 1991) . Further, perceptions of support availability are theorised to influence support mobilization behaviors when individuals are trying to deal with stressful situations (Lawrence, 2006) . Empirically, little research has been conducted on the links between perceived available support and support mobilization but evidence reveals at best moderate correlations between the constructs (Heaney, House, Israel, and Mero, 1995; Lakey and Drew, 1997) . Assessing convergent and discriminant validity between these two
measures is important to demonstrate the efficacy of the SMWS. We expect that the SAWS perceived available support variables from a particular source will correlate at small to moderate levels with the SMWS support mobilization behavior variables from that matching source (e.g., a significant correlation between perceived available emotional support from supervisors and the mobilization of emotional support from supervisors, but not between perceived available emotional support from supervisors and the mobilization of emotional support from colleagues). anonymously by the nurses and returned to the researchers by reply-paid envelopes.
Responses were matched using a unique identifier.
Given the need to maximize the returned sample size for the confirmatory factor analyses, the data relating to participants who filled out Time 2 were used in the replication dimensionality analyses. Alternatively, the data relating to the matched sample of participants who filled out both Time 1 and Time 2 were used in the convergent and discriminant validity analysis.
Participants
The nurse response rate for Part 1 and Part 2 of the survey was 197 (41%) and 162 (35%), respectively. In relation to the Time 2 replication sample, 155 respondents completed usable surveys out of a total of 475 potential respondents, yielding a response rate of 33%. Of the respondents, 20% were male and 80% were female. Seven percent were nurse managers, 83%
were clinical nurses and 10% were assistant nurses. In terms of employment status, 62% were full-time and 38% part-time. The mean age category of respondents was 31-35 years. The mean tenure at the hospital was 6 years. work-related problems?) with reference to 3 sources of support: direct supervisor, work colleagues and people outside work (partner/family/friends), on a 4-point scale (1 = not at all, 4 = very much). The internal consistency reliabilities calculated for the SAWS and SMWS variables were acceptable (see Table 8 ).
Inventory dimensionality replication results
Data screening for respondent errors and omissions was conducted using the previously stated procedure. Nine cases were deleted due to systematic missing data. The remaining missing data (2% or less for each item) was deemed to be missing at random (MAR) and therefore this missing data were able to be replaced by values estimated by the EM imputation method (Gelman and Hill, 2006; Howell, 2007) in SPSS Statistics, Version 19. The resulting sample size was deemed adequate for performing further analyses (Kline, 2011) .
Fit indexes and cutoff values used when conducting confirmatory factor analyses adhered to recommendations of Hu and Bentler (1999) . These researchers acknowledge that their cited cutoffs for NNFI and RMSEA are too stringent when the sample size is less than 250. Given 
Source-based measurement models
Confirmatory factor analyses again followed the procedure recommended by Anderson and Gerbing (1988) For all three models, the CFI, IFI and NNFI were close to or exceeded .95, the SRMR were below .06, the RMSEA were good, the factor loadings were significant and high and, as seen in Table 7 , each functional subscale had a moderate to high level of reliability. Given the combined results, the three source measurement models were deemed to demonstrate good fit. Table 7 presents the Cronbach's alpha reliabilities and correlation table for the four functional subscales within each of the three sources of support.
---------------------------------
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Source-based model comparisons
Similar to Study 1's source-based measurement model findings, the subscale functions within each source of support in Study 2 had moderate to high correlations with one another (see Table 7 ). To verify our conceptualization of the four-factor measurement model structure for all three sources, all possible alternative nested models were again estimated for each source of support and chi-square comparisons were conducted against the relevant source-based a priori four-factor measurement model (Mathieu and Farr, 1991) . This replication analysis also supported the four-factor measurement model structure for all three sources of support (contact the authors for further details).
Superordinate measurement model comparisons
In order to further confirm the dimensionality of the overall SMWS factor structure we assessed and compared two further nested measurement models (c.f. Edwards, 2001; Williams et al., 2003) . In this way, we again assessed the twelve SMWS constructs together in two alternative superordinate factor structures. The analyses revealed comparable results to the superordinate analyses conducted in Study 1. The source-based superordinate factor structure (χ 2 (51) = 197.10, p < .001; CFI = .90, IFI = .90, NNFI = .86, RMSEA = .13, SRMR = .06), consistent with our conceptualization, revealed a mediocre fit. The factor loadings were moderately high and the SRMR was good, the CFI and IFI were only acceptable, with the NNFI and RMSEA being mediocre. Although the chi-square statistic was still significant, the overall measurement model was deemed to be a mediocre fit, given the combined results.
The alternative function-based superordinate factor structure (χ 2 (48) = 651.79, p < .001; CFI = .57, IFI = .57, NNFI = .41, RMSEA = .19, SRMR = .29), revealed poor fit. The CFI, IFI and NNFI failed to reach even .60, the RMSEA was .19 and the SRMR was .29. As for Sample 1, a comparison of these two models based on Sample 2 data clearly revealed that a superordinate factor structures where functions form first-order constructs under second-order sources better represent the data (∆χ 2 (3) = 454.69, p < .001). 
Convergent and discriminant validity analysis of the SMWS with the SAWS
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As indicated in Table 8 , bivariate correlations between the four perceived available supportive functions and four support mobilization functions, matched for supervisor source, were significant but small, ranging from r = .18 to .26. Bivariate correlations between the perceived available supportive functions and the support mobilization functions, matched for colleague source, were significant but small, ranging from r = .22 to .36. Bivariate correlations between the perceived available supportive functions and the support mobilization functions, matched for non-work source, were significant and small to moderate, ranging from r = .27 to .42.
In addition to the predicted significant correlations, perceived available emotional support from non-work sources was significantly correlated to each of the supervisor support mobilization functions (ranging from r = .21 to .24) and appraisal support mobilized from colleagues (r = .23), and perceived available appraisal support from non-work sources was significantly correlated with informational support mobilized from supervisors (r =.19). Given that the significant correlations found were small to moderate, with the highest correlation being r = .42, the results overwhelmingly provide support for both the convergent and discriminant validity of the new SMWS inventory as compared to the existing SAWS inventory. We therefore argue that the multidimensional support mobilization variables that the SMWS is assessing are related to, but conceptually distinct with multidimensional perceptions of support availability assessed by the SAWS.
Discussion
This program of research has developed a new multidimensional conceptualization and 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 
Contribution to theory and practice
Significantly, the findings of our research validate the need for a more comprehensive conceptualization of support mobilization. Clearly, the analysis contained in Table 8 demonstrates that there is a clear distinction between perceived available support and the actual mobilization of that support. To more fully understand the conceptual structure and role of support mobilization, the current research needed to utilize and combine both coping theory and social support theory. The conceptualization framework that emerged proposes that work-related support mobilization is a superordinate concept, where distinct supportive functions are mobilized from different sources of support. A strength of the SMWS inventory is that the findings around the dimensionality of the new measure provide evidence for the construct validity of the conceptualization of support mobilization, distinguished by both supportive function and source. The results confirm House's (1981) conceptualization that for each source of support there are four distinct supportive functions. Additionally, consistent with the source of support framework (Cohen and McKay, 1984; Thoits, 1986) , individuals in our studies were mobilizing distinctive supportive characteristics from each source of support.
The research presented here has implications for theory development, research practice and management practice. At a broad theoretical level, the use of the SMWS inventory enables a more systematic and comprehensive exploration of the role of support mobilization as a coping response in relation to work stressors. Currently, the research in this area is limited. Convergent and discriminant validity analyses with the SAWS inventory revealed Gore (1985) , it would also be of value to expand upon the conceptual framework outlined in the current research. For instance, future research might explore the moderating influence of specific workplace stressors on the relationship between multidimensional perceived available support constructs (using the SAWS; Lawrence et al., 2007) and support mobilization constructs (using the SMWS).
In terms of research practice, the new inventory provides researchers and practitioners with a short, efficient tool for measuring the degree of support being mobilized in organizations (Jones and Bright, 2001) . Previous measures of support mobilization have not overtly assessed mobilization sources at all (Carver et al., 1989) . For management practice, the findings of the various studies highlight that employees seek support from those they know both inside and outside the workplace to cope with work stressors.
Not surprisingly, mobilizing supervisor support is linked to less turnover and greater helping behaviors. Given that support provision plays a central role in frontline supervisors'
jobs (Callan and Lawrence, 2007) , HR managers need to emphasize the importance of effective supportive communication and guidance, and adequately train supervisors for this task. Significantly, when support is sought from work colleagues this can be linked to greater
OCBs. Clearly, these results substantiate the need for the establishment of a constructive support environment where employees feel that they can mobilize support from a ready network of colleagues. In part, HR managers can achieve this aim using employee socialization programs, team building programs and co-mentoring support groups that are focused on improving collaborative communication and workplace relationships (Giga, 21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 Noblet, et al., 2003; van der Hek and Plomp, 1997) . Finally, when support is sought from non-work sources, employees are more likely to leave and have less job satisfaction. If the organization finds that employees are turning to non-work people for support, then this may be also a signal that the organization needs to proactively address workplace stressors.
Limitations and future directions
The most serious limitation of this research is the presence of moderate bivariate correlations between supportive functions within each source of support, which is suggestive of a lack of discriminant validity. This phenomenon is not uncommon in past research.
Theoretically, the conceptual overlapping of supportive functions mobilized from particular sources of support is to be expected to some degree (c.f. Gore, 1985; Wills and Shinar, 2000) .
Empirically, other multi-functional measures of social support have also reported moderate correlations between functions (e.g., Carver et al., 1989; Lawrence et al., 2007) . In our studies, all alternate models tested were not significantly better than the four factor model. The four factor model demonstrated good fit within each source of support across two samples, and there was a differential pattern of criterion-related findings for the four supportive functions within each source of support. On balance, therefore, we argue there is evidence to support our conceptualization that for each source of support, individuals' can mobilize four different supportive functions.
The findings from criterion-related validity tests were limited by the cross-sectional data collection procedure undertaken to collect the survey data. As a result, common method variance threatens the validity of these results (Podsakoff, MacKenzie, Lee and Podsakoff, 2003) . In line with Podsakoff et al.'s (2003) recommendations, a measure of trait negative affect was included as one of the control variables to reduce the strength of bivariate correlations between the support mobilization and outcome measures. Additionally, content 21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 Despite these issues, however, the results from this program of research provide good initial evidence for the construct validity of the support mobilization inventory as consisting of four support mobilization functions for each source of support. Future research needs to further assess the construct validity of the inventory using different sample compositions and organizational contexts. Given that the role of support mobilization as a coping response has been largely overlooked in the occupational stress literature, future research should also assess the degree to which differing stressor antecedents and moderating variables such as supportive cultures (e.g., Sarros, Gray, Densten and Cooper, 2005) can be linked to SMWS mobilization behaviors from work sources. Further predictive validity of the SMWS inventory in relation to other organizational outcomes such as organizational commitment and job performance also needs to be conducted. 21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 11 .11 .11 .12 .18 .18 .19 .18 .05 .06 .07 .11 -.09 .15 .66 (.82 ) a Partial correlations between variables were computed using n = 608, controlling for Negative Affect, Gender, Age, and Staff Classification (effective n = 602). b p < .05 for all r > .07, p < .01 for all r > .10 and p < .001 for all r > .12. 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48 
